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Education
Careers in Accounting Education Under
Affirmative Action Policies
Dr. Loudell O. Ellis, CPA, CMA
University of Alabama in Birmingham
Birmingham, Alabama

Affirmative action policies of institutions
of higher education make careers in ac
counting education today attractive to
qualified women. The legal requirements
to eliminate discrimination on the basis of
sex provide the opportunity for increasing
numbers of women to enter the teaching
profession.
But an adequate supply of competent
women Ph.D.s is critical in order that
successful affirmative action plans may
continue. It is necessary that university
recruiters find women accountants qual
ified to assume teaching positions at their
respective universities.
As shown below from the Report on
Supply and Demand for Accounting Professors
of the American Accounting Association
1975-76 Committee on Affirmative Action,
women are relatively not well represented
today on accounting faculties. The follow
ing data show the number of fulltime
accounting faculty members by sex re
ported for 1975-76 (including those on
leave):1

Male
Professor..................
649
Associate Professor ...
692
Assistant Professor....
781
Instructor................
223
Lecturer ..........................
67
Other Faculty ...............
26

Total

2,438

Female
30
35
97
77
7
1
247

The primary purpose of this column is
to encourage qualified women of all ages
and races to consider careers in accounting
education. (As used here, the term
women includes those of whatever race,
color, religion, and national origin.) Sub
sidiary purposes are: (1) to acquaint those

unfamiliar with the academic environ
ment with the general preparation neces
sary for a career in accounting education,
(2) to present an overview of legislation
pertinent to discrimination and affirma
tive action in higher education, and (3) to
indicate the elements of an affirmative
action plan a woman may want to investi
gate prior to a career commitment to a
particular university.

Advantages of a Career
in Accounting Education
Many of the reasons women give for
selecting a career in accounting (as re
ported in this column in January, 1976)
apply to accounting education: availability
of jobs, interesting and challenging work,
quantitative orientation, salary, special
ized business topic, and prestige of pro
fessional status. The prestige associated
with a career in accounting education is
well recognized. Also evident at this time
is availability of positions. Competent
Ph.D.s — men and women — are highly
sought; there seems to be no end to the
need for accounting educators. While the
market in other disciplines has relaxed
somewhat, accountants still are very
much in demand.
Few professors attain the salaries of
managing partners in CPA firms, but
salaries of professors are adequate. (See
below.) If needed, supplementary income
is available through consulting work,
teaching in seminars and in CPA and
CMA review courses, and so forth.
According to the Report on Supply and
Demand for Accounting Professors, the fol
lowing is the academic salary range (nine
months) which those hiring expect to be
able to offer new faculty for 1976-77 with
no previous full-time experience:2

Under $13,000 .
$13,000-$15,999
$16,000-$16,999
$17,000-$17,999
$18,000-$18,999
$19,000 or over

Total

With
Without
Doctorate Doctorate
4
34
29
67
39
50
75
35
69
4
29
0
245

190

In other studies of what students seek
when making career choices, it is often
found that students want to work with
(and to help) other people. They search for
opportunities for independence, self
expression, stability in their jobs, and
advancement. Certainly accounting edu
cation offers such opportunities.
Within limits, teaching hours are flexi
ble. Those with young children normally
can make satisfactory arrangements. Time
is available for review of the literature and
for continuing education. Indeed, such
study is essential for technical compe
tence. Education offers an opportunity for
fellowship with students and with the
business community. Generally, summer
teaching is optional, and other vacation
time is available between semesters.
Travel to professional meetings is encour
aged, although not always reimbursed.
Also encouraged and included in annual
performance evaluations are publications
in professional journals and technical
presentations to professional groups. If
the husband is transferred to another
location, normally it is easier for the wife
to change universities than to build up a
new practice or to find another
managerial-level position.
Women who completed their under
graduate studies several years ago and
accepted positions in public practice, in
July 1976 I 13

dustry, or government should not feel it is
too late to consider a career in accounting
education; it is seldom "too late". Experi
ence in such former careers is beneficial to
the educator, since business applications
and examples can be brought into the
classroom from first-hand knowledge.
Such background is a "plus" when seek
ing employment.

Preparation for a Career
in Accounting Education
As a minimum a master's degree, prefer
able with a CPA and/or CMA, is required
for teaching in a four-year college or
university. Such educational background
normally qualifies one for employment at
the instructor or lecturer rank. In many
universities, however, the instructor or
lecturer rank is one that does not lead to
tenure status or to promotion to profes
sorial ranks. Traditionally, women have
made up a sizable proportion of
instructor/lecturer ranks.
The administrators of most four-year
colleges and universities prefer faculty
with the doctoral degree. To teach ac
counting, the Ph.D. with a major concen
tration in accounting is preferred, and
frequently training in an accounting sub
specialty is desired. Women are wise to
continue graduate study through the doc
toral degree in order to compete for posi
tions in professorial ranks. (Normally,
graduating Ph.D.s are employed at the
Assistant Professor level, with later pro
motions to Associate Professor and then
Full Professor. In exceptional cases, those
with extensive business backgrounds or
other special qualifications may be em
ployed at professional ranks.)
According to the Report on Supply and
Demand for Accounting Professors, respond
ing schools indicated the following degree
requirements for the full-time accounting
faculty they are authorized to hire for the
1976-77 academic year:3

1. Hold a Ph.D. or DBA........................ 309
2. Be at the doctoral
dissertation stage................. 118
3. Be at the doctoral
course work stage ............... 15
4. Hold a Masters/CPA,
or JD/CPA................................ 56
5. Hold a Masters or JD,
but not CPA............................ 13

511

The report also indicates the following
number of Ph.D. candidates for the year
1975-76:4
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In residence—in course work
—in dissertation stage

Not in residence—in course work
—in dissertation stage

Doctorate-granting universities are
being encouraged to include a "supply
plan" within their broad affirmative action
plans to give maximum encouragement to
women and minorities to achieve
graduate degrees.5 In fact, Title IX of the
Educational Amendments of 1972 (dis
cussed later) prohibits discrimination on
the basis of sex in admission to graduate
and professional schools and to under
graduate programs.
Universities are being encouraged also
to review any policies that discriminate
against students on the basis of marital
status and family responsibility. For
example, women that are raising small
children or who have been away from
higher education for some time must cope
with rules forbidding part-time study,
limitations on the length of time permitted
for completion of degrees, policies pro
hibiting fellowships on a part-time basis,
antinepotism rules (policies restricting
employment of near relatives), and so
forth.6
However, holding the Ph.D. does not
automatically qualify a woman for em
ployment in higher education. University
officials are required to employ the best
qualified applicants without regard to sex
or race. Accordingly, other qualifications
evaluated include: the individual's record
in graduate school, the quality of the
graduate thesis, publications, recommen
dations, and impressions gained in the
personal interview. Consideration is
given to the candidate's ability to research,
to teach graduate courses, and to engage
in professional, university, and commu
nity service. Also, the relative quality of
the university from which the individual
graduated is given some consideration.

Salary Differential
An overall comparison of salaries in
higher education reveals that women con
tinue to receive less salary than men.7 In
1974-75 the average male salary was
$16,000 for full-time contracts (all disci
plines) for the academic year in all institu
tions of higher education. The corre
sponding figure for women was $13,000.
The problem in salary differentials does
not appear to be a lower salary for women
than men in the same step of the same
rank. The problem seems to arise in not

Total Male
506
423
128
115
49
183

39
166

Female
83
13

10
15

moving the women up through the steps
and ranks as rapidly as men.8

Terms9
The difference between "nondiscrimina
tion" and "affirmative action" is given in
the Higher Education Guidelines, Executive
Order 11246, as issued by the U.S. De
partment of Health, Education, and Wel
fare (HEW), October, 1972 (described la
ter). Nondiscrimination requires the
elimination of all existing discriminatory
conditions. Affirmative action goes
further by requiring the employer to ac
tively search for talent wherever it exists
— to recruit, employ, and promote qual
ified members of groups formerly
excluded. Revised Order No. 4 (discussed
later) requires the employer to determine
whether women and minorities are
underutilized in the work force (having
fewer women or minorities in a particular
job than would reasonably be expected by
their availability). If so underutilized, the
employer must develop specific goals and
timetables as part of the affirmative action
plan to overcome the underutilization.
Goals are not quotas. Goals are objec
tives to which effort is directed. Quotas
are shares of a total which are due to
someone or something. Quotas often are
imposed, carrying a penalty for failure to
meet the stated number. Goals are normal
expectations of what would happen if
there were no discrimination. Timetables
are statistical forecasts of expected dates
for reaching goals. Universities are not
required to establish quotas for the em
ployment of women. As stated above,
universities must develop goals and
timetables under selected conditions.

Legislation Applicable to
Discrimination and
Affirmative Action10
Affirmative action in higher education has
a relatively recent history. Federal in
volvement in enforcement began in 1970,
although organized activity to gain more
equitable treatment for women existed in
the late 1960s.11 As women students
began to select the traditionally male areas
of study, complaints arose about the ab
sence of women faculty members teaching
in such areas.
Equal Pay Act of 1963.-Since July, 1972,

employees of public and private educa
tional institutions have been covered by
the Equal Pay Act of 1963.12 The Equal Pay
Act prohibits discrimination on the basis
of sex in the payment of wages for equal
work on jobs that require equal skill,
effort, and responsibility, and that are
performed in the same establishment
under similar working conditions. The
Wage and Hour Administration of the
Department of Labor enforces the Act,
and complaints may be filed with it, with
the Equal Employment Opportunity
Commission (EEOC), or with the Office
for Civil Rights (OCR). The Equal Pay Act
applies only to unequal pay (not other
discriminatory practices), and on the basis
of sex only (not on the basis of race or
national origin). Employees may file for
immediate correction of the inequity (a
raise in wages) and for back pay up to a
two-year back period.
Executive Order No. 11246.-Nondis
crimination in employment on the basis of
sex, race, color, religion, and national
origin is ordered for all educational institu
tions with federal contracts over $10,000.
All institutions employing 50 or more
persons and receiving $50,000 or more in
federal contract grants must have written
affirmative action plans including numeri
cal goals and timetables for the hiring of
women and minority groups.
The above nondiscrimination require
ments for institutions with federal con
tracts began with Executive Order No.
11246 in September, 1965, applying to
nondiscrimination of an employee or ap
plicant because of race, color, religion, or
national origin. Sexual nondiscrimination
was added by Executive Order No. 11375,
October, 1968. Regulations requiring writ
ten affirmative action plans for minorities
were issued in May, 1968, and in more
detail on February 5, 1970 (Order No. 4).
Revised Order No. 4, December 4, 1971,
required written affirmative action plans
to apply to women as well as minorities.
The Department of Labor is responsible
for issuing rules and regulations relative to
and for enforcement of the Executive Or
ders. The Office for Civil Rights (OCR) in
the Department of Health, Education, and
Welfare (HEW) is delegated the power to
enforce the orders for colleges and univer
sities. Complaints may be filed with the
OCR and then referred to the Equal Em
ployment Opportunity Commission
(EEOC).
Institutions violating the executive or
ders may have pending government con
tracts delayed or denied and current con
tracts cancelled. Such institutions may be
declared ineligible for future contracts.
Title VII of the Civil Rights Act of 1964.-

Title VII13 prohibits discrimination in em
ployment on the basis of sex, race, color,
religion, and national origin. It applies to
academic employment through the Equal
Employment Opportunity Act of 1972.
This act is administered by the Equal
Employment Opportunity Commission. It
and its regulations require only nondis
crimination, not affirmative action (as re
quired by the Executive Order). However,
conciliation agreements or court orders
may require affirmative action after a find
ing of discrimination. Title VII provides
for injunctive and affirmative relief as well
as back pay and the granting of attorneys'
fees to the prevailing party.
EEOC may cooperate in processing
complaints with state and local agencies
which administer state fair employment
practice laws. EEOC defers proceedings
until termination of state or local agency
proceedings (or after 60 days, whichever
comes first) for those agencies with which
it has written agreements. Since the EEOC
faces a tremendous backlog of complaints,
a complainant may wish to take the case
directly to court after obtaining a "right to
sue" letter from the EEOC. However,
processing through the EEOC rather than
the courts saves the complainant money,
since the EEOC bears the cost of develop
ing data and evidence for processing the
complaint.
Title IX of the Educational Amendments of
2972.-Title IX provides that "no person in
the United States shall, on the basis of sex,
be excluded from participation in, be de
nied the benefits of, or be subjected to
discrimination under any educational
program or activity receiving Federal fi
nancial assistance."14 Exclusions include:
admission (but not after admission) to
private undergraduate education, admis
sion to public institutions of under
graduate education that traditionally and
from their establishment admitted only
members of one sex, and educational
institutions that are controlled by religious
organizations if the legislation would be
inconsistent with the religious tenets of
the organization.
Regulations to Title IX set standards for
meeting federal equal opportunity re
quirements relating to admissions, treat
ment of students, and employment. In the
area of academic employment, nondis
criminatory practices in hiring and promo
tion are required (but affirmative action
requirements comparable to those of the
Executive Order are not required).15 The
regulations require that grievance proce
dures be adopted and published, and that
such procedures provide for prompt and
equitable resolution of student and em
ployee complaints.

Administration of the regulations is the
responsibility of the OCR in HEW, but
OCR may delegate responsibility to other
federal agencies involved in providing
funds to educational institutions.
Other.-States have enacted fair em
ployment practice laws prohibiting dis
crimination on the basis of sex, race,
religion, or national origin. Many also
have equal pay legislation, and some have
nondiscrimination provisions in legisla
tion relating to state contracts.
The United States Code (Title 42) can be
used as the basis for court cases involving
complaints of racial or sexual discrimina
tion. Racial discrimination claims may be
brought through private actions against
private employers in federal district courts
under paragraphs 1981 and 1982, and
relief against discrimination based on sex
and race by public colleges may be sought
under paragraphs 1983,1985 (3), 1986, and
1988.16
The possibility exists for private actions
in court for sexual or racial discrimination
under the equal protection and due pro
cess clauses of the Fifth and Fourteenth
Amendments to the Constitution of the
United States.17 When the Equal Rights
Amendment is passed, another basis will
exist for cases of sexual discrimination.
Complaints of discrimination may be
filed in selected cases under the Com
prehensive Health Manpower Training
Act of 1971, the Nurse Training Act of
1971, and the National Labor Relations
Act.
Title VI of the Civil Rights Act of 1964
applies to discrimination in academic em
ployment on the basis of race, color, or
national origin. Enforcement is the re
sponsibility of the Attorney General who
may delegate authority in the area of
education to the Office of Civil Rights.
On February 18, 1975, the IRS issued
regulations relating to enforcement of
provisions under Section 501(c)(3) for evi
dence that tax-exempt institutions do not
discriminate on the basis of race. Al
though such regulations are aimed
primarily at private schools that came into
existence to evade the impact of integra
tion of public schools, they also apply to
private nonprofit colleges and universi
ties.18
The above are not intended as an
exhaustive list or comprehensive discus
sion of legislation applicable to discrimina
tion and affirmative action. They are in
tended to introduce the reader to areas of
legislation available for relief when dis
crimination exists. Notice the interrela
tionship of the legislation and the extent of
overlapping responsibilities of the federal
(Continued on IBC)
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Education
(Continued from pg. 15)
agencies. Women may file complaints
with a number of different agencies simul
taneously.

Elements of Desirable
Affirmative Action Plans
Prior to making a career commitment to a
university teaching position, a candidate
may want to study the affirmative action
plan of the particular university for the
following elements:19
1. Statement that the university will
follow nondiscriminatory policies.
2. Statement that the president or chief
campus officer has responsibility for af
firmative action.
3. Delegation of responsibility by the
president to a top campus official for
development and implementation of af
firmative action policies.
4. Provision for a full-time affirmative
action officer with functions carefully de
veloped.
5. Provision for an affirmative action
committee(s) with membership deter
mined in consultation with affected
groups on campus and with functions
carefully developed.
6. Provision for dissemination of the
affirmative action plan to all persons as
sociated with the institution.
7. Presentation of data on employment
of faculty, nonfaculty academic person
nel, and nonacademic personnel related
to:

a. Racial and sexual composition by
department and rank for the most
recent three or four years.
b. Pools of qualified persons by race
and sex for each academic field.
c. Goals and timetables for appro
priate campus units.
8. Statement of nondiscriminatory re
cruitment and selection procedures with
provision for maintaining records.
9. Provision for review of each ap
pointment by appropriate administrators,
including the top campus official having
responsibility for affirmative action.
10. Provision for nondiscriminatory
procedures in promotion.
11. Provision for salary analyses to de
termine if inequities exist based on sex or
race.
12. Provision for development of
adequate grievance procedures.

Conclusion
Increasingly university personnel are rec
ognizing that they are depriving them
selves of a large reserve of potential
scholars and teachers by not actively seek
ing qualified women for faculty positions.
The federal government is involved in
enforcement of nondiscrimination and af
firmative action in higher education
through the Equal Pay Act of 1963, Execu
tive Order No. 11246, Revised Order No.
4, Title VII of the Civil Rights Act of 1964,
Title IX of the Educational Amendments of

1972, and other similar legislation. The
time is "right" for increasing numbers of
women to consider careers in accounting
education.
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Legal Developments
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to assure fair presentation and adequate
disclosure. Compliance with professional
standards and customs will not necessar
ily protect accountants if they do not meet
the fair presentation standard or if it is
determined that, because of their unique
position of trust, they should have gone
beyond the reporting standards of the
profession in order to assure adequate
disclosure.
Accountant may not escape these new
responsibilities by attempting to shift
them to client through indemnification,
nor is reliance upon increased malpractice
insurance wholly satisfactory. The only
acceptable alternative is to face their new
responsibilities directly and use their best
efforts to do an independent and careful

professional job with every effort to main
tain their independence and integrity free
from any improper influence by the client.
This should not be viewed as attempting
to teach an old dog new tricks but, rather,
as practicing and perfecting tricks that
have been with them since dog school.
Only by careful discipline can our police
dog be assured that it will not wind up in
the pound.
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